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Siti Mariam Binti Sulaiman 

The purpose of this study was to investigate the relationship of individual (career management 
behavior) and organizational related factors (perceived organizational support, organizational 
learning culture, and empowerment) that support career development in influencing employees' 
career satisfaction. This paper mainly driven theoretically by the Social Exchange Theory, 
Organization Support Theory and Social Cognitive Career Theory (SCCT) as well as the other 
relevant literature or previous research which also explored these constructs. A survey research 
method was used to gather 158 usable questionnaires from employees' in studied government 
sectors. The analytical procedure of Pearson Correlation Analysis and Multiple Linear 
Regression Analysis was utilized to determine the predicting strength among career satisfaction 
and the independent variables. Pearson Correlation Analysis revealed that positive correlation 
existed between the independent variables (perceived organizational support, organizational 
learning culture, empowerment and career management behavior) and dependent variable 
(employees' career satisfaction). Of the four independent variables, a Multiple Linear Regression 
Analysis indicated that empowerment was most strongly related to employees' career 
satisfaction. In addition, this study provides new support to previous research about the 
individual and organizational related factors that support career development which enable to 
enhance employees' career satisfaction especially in government sector. This study also can be 
used by human resource practitioners as a guideline in identifying key indicators that affects 
career satisfaction among the employees in the organi~tion. Recommendations for future 







KESAN PERKAITAN FAKTOR INDIVIDU DAN ORGANISASI YANG MENYOKONG 

PEMBANGUNAN KERJAYA TERHADAP KEPUASAN KERJAYA PEKERJA 

Siti Mariam Binti Sulaiman 
Tujuan kajian ini dijalankan adalah untllk mengkaji perhubungan faktor individll (tingkahlaku 
pengunlSan kerjaya pekerja) dan faktor organisasi (penerimaan sokongan organisasi, budaya 
pembelajaran organisasi, dan perkasaan) yang menyokong pembangunan kerjaya terhadap 
upuasan kerjaya pekerja. Kajian ini adalah berasaskan teori iaitll Teori Pertukaran SosiaI, 
Teori Sokongan Organisasi dan Teori Sosial Kognitij Kerjaya dan juga berdasarkan kajian 
1C:Pt", yang mengkaji pembolehubah yang sama. Kaedah kajian tinjauan digunakan untuk 
.·m~'nU1!lm,nul J58 borang kaji selidik daripada pekelja di sektor kerajaan yang dikaji. Prosedur 
Analisa Korelasi Pearson dan Analisa Regrasi Linear digunakan untuk mengkaji kekuatan 
perhllbungan antara kepuasan kerjaya pekelja dan pembolehubah tidak bersandar. Analisis 
Korelasi Pearson menunjukkan hubungan positij wujud antw'a pembolehllbah tidak bersandar ( 
"prl'mll,nl1 sokongan organisasi, budaya pembelajaran organisasi, perkasaan dan tingkahlaku 
kerjaya pekerja) dan pembolehubah bersandar (kepuasan kerjaya pekerja). Di 
antara empat pembolehubah tidak bersandar, Analisa Regrasi Linear mengesahkan bahawa 
mempunyai perhubungan yang kllat terhadap kepuasan kerjaya pekerja. Sebagai 
ltUnbahan. kajian ini memberi sokongan terhadap hasil kajian lepas berhubung dengan faktor 
lndividu dan organisasi yang menyokong pembangunan kerjaya terhadap kepuasan kerjaya 
terutamanya pekerja di dalam sektor kerajaan. Penyelidikan ini juga boleh digunakan oleh 
...DenI!tlmC'l1 sumb r manusia sebagai panduan dalam mengenali faktor-faktor yang mempengaruhi 
/tepuasan kerjaya di kalangan pekerja di organisasi. Cadangan-cadangan untuk penyelidikan 








This chapter compnses of mne sections. The first section explains the 
background of the study and organization respectively. The second section 
particularly states the problem statement. The third section is the research questions. 
The fourth section states the research objectives whereby the conceptual framework is 
presented in the fifth section. Then follow by the research hypothesis which is stated 
in the sixth section. The seven section is particularly defines the important operational 
and conceptual terms used in the conceptual framework. The significance of the study 
is explained in the eighth section whereas the last section will generally conclude 
everything that has been discussed throughout this chapter. 
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1.1 Background of Study 
Changes in economic, technological and business environment during the last 
two decades have significantly impacted people's career attitudes and experiences. 
These environmental changes have contributed to the establishment of new 
psychological contracts in order to make it aligned with contemporary business 
culture (Baruch, 2004). According to Baruch (2004), the idea of the psychological 
contract was originally initiated by Levinson and his colleagues in the early 1960s 
and it is basically refer to the reciprocal obligations held by employees and 
employers. The evolution of the new psychological contracts led to a situation where 
there are no more long-term contracts of loyalty and mutual commitment. Employees 
are expected to offer long work hours, increase in responsibility, provide extensive 
skills and tolerate with change and ambiguity, whereas employers offer high pay and 
rewards for performance. The predominance of organizational restructuring, de­
layering and downsizing has contributed to a more flexible or "boundaryless" career 
environment with expectations that individuals will self-manage their careers rather 
than rely on organizational direction (Barnett & Bradley, 2007). 
Concurrently, employees have begun to rely on new career strategies and 
behaviors that able to help them to promote their own career success in order to adapt 
to a new reality of shorter employment relationship (Ballout, 2009). Therefore, one 
way to meet the employees' career success and at the same time support employees to 
develop their own careers is through the organizational support. Basically, this study 
proposed that organizations can adapt strategies to enhance employees' career 
satisfaction and so potentially increase the organizations' ability to attract and retain 
their employees. 
Traditionally, a "career" is normally referred to a senes of work related 
experiences an individual has over the course of his or her professional work life 
(Baruch. 2004). For many people, the notion of having a career is different from job, 
since a job only encompasses elements such as knowledge and responsibilities one 
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needs to posses in order to carry out their daily duties. On the other hand, a career 
would simply mean the logical progression vertically in the organizational 
hierarchies. It is not just the tasks which revolve around a person, but rather what has 
one done, and what might be done in the future. It embraces the total dimension of 
time and self-development as a whole (McDonald & Hite, 2005). 
Almost four decades ago, the context of career development have been 
discussed and inclined towards the individual career counseling and planning. 
Individual had the responsibility of ensuring that they are well equipped with proper 
and relevant knowledge and skills to perform their job properly. It was in the context 
of an individual ensuring proper management of their career progression. As 
organizations grow and businesses become more competitive, together with the 
challenge of attracting and retaining their best assets, something "wholesome" is 
needed as an adaptation to the new trend of career development (Chen, Chang, & 
Yeh,2004). 
Today, the focus of most organizations on being globally competitive in terms 
of sales revenues, growth and acquisitions is relying mostly on acquiring the best 
human capital asset. The core activities would be providing and fulfilling both 
organizational and individual needs, and strategically aligning these needs with hopes 
to outperform other competitors. Career development includes the complexity of 
fostering adapting envisioning and enhancing both the business and the individuals 
which lies within (Chen, Chang, & Yeh, 2004). 
As such, career development is about the total beneficial development of 
employees both to the individual and the organization. It includes career management 
and planning by both individual and organization to provide an all rounded 
experience to enhance their current knowledge and skills. An organization may for 
example develop an individual by providing training, mentoring or working 
experience in overseas. The individual employee has the responsibility of planning 
and managing their own career progression and target on the ways to develop 
3 
themselves fully. As the result of their own career management behavior, it is no 
doubt that the employee themselves will achieve their desired career satisfaction 
which also include balancing their work and life issues. 
While one focus of this study is to find out particularly on how the individual 
and organizational support dimensions towards career development of the employees 
such as organizational learning culture, perceived organizational support(POS), 
empowerment, and career management behavior can affect employees' career 
satisfaction within the context of Malaysian public sectors. Apart from that, this study 
helped researcher to distinguish the individual and organizational-related factors that 
support career development that would prove to be an effective guide in the 
measurement of employees' career satisfaction. Hence, in order to bridge the gap and 
provide organization with practical assistance in dealing with these issues, this study 
was aimed towards examining whether the applications of four dimensions of 
individual as well as organizational-related factors that support for career 
development implementation result in enhancing employees' career success as well 
as improvement of employees' career satisfaction. 
1.2 Statement of Problem 
Over the past several years, a number of researchers have examined 
employees' career success which paying particular attention to the individual and 
organization factors that have impact on the construct of their employees' career 
success. Subsequently, prior research had identifie.d three conceptual approaches to 
employees' career success that highlight predictors of objective and subjective career 
success (Nabi, 1999; Bailout, 2007 as cited in Mohd Rasdi, Ismail, uti & Mohd 
Noah, 2009). These approaches can be referred to as individual, structural and 
behavioral. The individual approach is largely derived from human capital and 
motivational models emphasizing the role of individual attributes, the structural 
4 
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approach emphasizes the role of organizational structures which facilitate the 
opportunities for career success and the behavioral approach suggest that employee 
can exert some control over their career advancement by engaging in career 
enhancing strategies. However, examination of the relevant literatures reveals that 
researchers have predicted career success primarily by using a few variables in a 
piecemeal fashion. For example, research conducted by Gattiker and Larwood (1986) 
measure the subjective career success of the manager and support personnel only 
focus on individual-related factors such as career management behavior and proactive 
behavior. 
In addition, in spite of the voluminous number of career success studies, very 
few have discussed the phenomenon of subjective career success which 
operationalised as career satisfaction in this study. Most of the past studies focus on 
subjective career success which refers to society'S view of achievement and success 
using measure such as salary, promotion and status. Subjective career success is 
theoretically more complex. It refers to an employees' evaluation of his or her own 
career success with reference to self-defined standards, age/career stage, aspirations 
and opinions of significant others (Mohd Rasdi, Ismail, UIi, & Mohd Noah, 2009). 
Conceptually it has been shown that objective career success and subjective career 
success are distinct concept in their own right, although both are weakly related. 
Moreover, in spite of the ample number of career success studies, it can be 
seen that very few studies have discussed the phenomenon of subjective career 
success specifically career satisfaction within the context of public sector employees. 
Previous studies mostly focus on employees' job satisfaction rather than career 
satisfaction. This has raise concerns about the impact of organizational changes, as 
well as the bureaucratic and legislative culture on employees' interpretation of 
subjective career success and factors predicting career satisfaction, particularly on 
Malaysian public sector employees. 
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The reformation of the Malaysian public service organizations and the Asian 
economic downturn have brought significant changes to the organizational careers 
and the career management of public sector employees (Littler, Wiesner, & Dunford, 
2003). Subsequently, these changes in public sector organizational careers have also 
transformed the way individuals view their employment relationship or the 
psychological contract that exists between the organization and employees. 
Furthermore. according to Arthur et at. (2005), the organizational changes in the 
public sector have also transformed the employees' views and values toward their 
career success. Accordingly, subjective career success is given prime importance 
which then contradicts the predominance of objective career success in the career 
theory. 
Thi study focuses on the subjective career success which operationalised as a 
career satisfaction on employees employed in the Malaysia public services. 
According to Van der Heijden (2006), a complicating factor that is unique to the 
public sector is due to its different operating environment, which is characterized by 
bureaucratic and legislative, ill-structured and wicked problems. A distinct 
characteristic between the public and the private sectors noted by Flynn (1993) is that 
the public sector is not generally run to make profit, and therefore, there is no 
competition in the sense of organizations trying to entice customers away from their 
competitors. In short, being public sector employees, they are required to function 
through an appropriation process influenced by political considerations, have a 
certain accountability and control, limited flexibility, while facing multiple demands 
and competing goals as well as additional constraints which then affect their effective 
functioning (Van der Heijden, 2006) and career success. 
Given the lack of subjective career success studies that have incorporated 
theoretically based variable holistically, plus the uncontrollable and unique work 
environment that the public sector entails, this study aimed to explore individual 
factors (career management behavior) as well as organizational factors (perceived 
6 
organizational support, organizational culture and empowerment) that support career 
development for measuring public sector employees ' subjective career measure 
which is employees' career satisfaction. 
1.3 	 Research Questions 
This study was a perception study where the researcher aimed to determine 
the effect of the organizational-related factors and individual-related factor that 
support employee's career development in an organization towards their career 
satisfaction. This study attempted to answer the following questions: 
l. 	 What is the relationship between organizational-related factors that 
support career development (perceived organizational support, 
organizational learning culture and empowerment) towards 
employees' career satisfaction? 
11. 	 What is the relationship between individual-related factors that support 
career development (career management behavior) towards 
employees' career satisfaction? 
1lI. 	 What is the most dominant factor among the organizational and 
individual variables that support career development in effecting 
employees' career satisfaction? 
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1.4 Research Objectives 
1.4.1 General Objective 
~ To investigate the relationship between individual and organizational related 
factors that support career development on employees' career satisfaction. 
1.4.2 Specific Objectives 
Specifically, the objective of this study is to determine the relationship between: 
~ The organizational-related factors that support career development (perceived 
organizational support, organizationalleaming culture and empowerment) and 
employees' career satisfaction, 
~ 	The individual-related factor that support career development (career 
management behavior) and employees' career satisfaction, 
~ To identify the dominant factor among the organizational and individual 
variables that support career development in affecting employees' career 
satisfaction. 
8 
1.S Conceptual Framework 
Figure 1.1 shows the relationship of organizational-related factors and 
individual-related factor that support career development towards employees' career 
satisfaction. The independent variables were the organizational-related factors which 
include perceived organizational support (Punnet et al., 2007), organization learning 
culture (Stassen & Cameron, 2005) and empowerment (Spreitzer, 1999). Other 
independent variable was individual-related factors which is employees' career 
management behavior (Barnett & Bradley, 2007). On the other hand, the dependent 
variable for this study is referred to the employees' career satisfaction. 
Independent Variables Dependent Variable 
Employees' career satisfaction 
Organizational-related Factors: 
(1) Perceived organizational support (POS) 
(2) Organizational learning culture 
(3) Empowerment Outcome: 
IDdividual-related Factors: 
(1) Career Management Behavior 
Figure 1.1 
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1.6 Research Hypothesis 
Based on the research objectives and conceptual framework, the following 
research hypotheses were formulated: 
Hal: 	 There is a significant relationship between perceived organizational 
supports (POS) for career development towards employees ' career 
satisfaction (Punnet et al., 2007). 
Ha2: 	 There is a significant relationship between organizational learning 
cultures that support career development towards employees ' career 
satisfaction (Stassen & Cameron, 2005). 
Ha3: There is a significant relationship between employee empowerment that 
supports career development towards employees' career satisfaction 
(Spreitzer, 1999). 
Ha4 : There is a significant relationship between employees' career 
management behavior that support career development towards their 
career satisfaction (Barnett & Bradley, 2007). 
HaS: There is a dominant factor among organizational or individual related 
factors that support career development in affecting employees ' career 
satisfaction. 
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